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Abstract 


Many  of  the  issues  facing  the  designers  of  a  personnel  evaluation 
system  are  common.  The  present  paper  describes  recent  Australian  Army 
experience  in  the  design  and  implementation  of  systems  of  evaluation  for  officers 
and  soldiers.  Two  separate  project  teams  developed  the  systems  and  their 
solutions  are  discussed  in  terms  of  their  similarities  and  differences.  Among 
the  issues  dealt  with  are  the  aims  of  evaluation,  an  open  or  closed  system, 
forms  of  assessment,  rating  scales,  reliability,  validity  and  long  term 
effectiveness.  While  the  proposed  systems  contain  much  that  is  similar,  there 
were  significant  differences  in  the  approach  taken  by  each  project  team. 
Comparisons  are  summarised  in  tabular  form.  Also  included  are  copies  of  the 
appraisal  documents  and  a  selected  bibliography. 


The  findings  and  views  expressed  in  this  Research  Note  are  the  result 
of  the  author’s  research  studies  and  are  not  to  be  taken  as  the  official  opinion 
or  policy  of  the  Department  of  Defence  (Army  Office) . 


INTRODUCTION 


Regardless  of  the  organisational  setting  a  good  deal  of  the  issues 
facing  the  designers  of  personnel  evaluation  systems  are  common.  Possibly 
the  most  widely  discussed  is  the  extent  to  which  the  system  is  closed  or  open. 

Probably  of  more  concern  to  the  psychologist  are  questions  of  reliability  and 

validity  of  the  instruments  employed  but  more  generally  of  the  system  as  a  ^ 

whole.  Related  to  these  considerations  is  the  extent  to  which  the  evaluative  | 

processes  incorporate  objective  and/or  subjective  data:  how  are  the  subjective  '  i 

elements  controlled  or  minimised?  If  the  techniques  of  staff  appraisal  are 

to  be  used  what  methods  are  most  appropriate?  Who  assesses  whom,  under  what 

circumstances  and  in  what  fashion?  If  rating  scales  are  to  be  part  of  the 

system,  how  does  one  select  the  scales  and  what  rules  govern  their  content, 

layout,  format  and  style?  The  foregoing  are  largely  questions  of  design,  but 

what  of  implementation?  The  system  will  be  ineffective  if  it  is  not  widely 

accepted  in  the  organisation  and  the  primary  users  do  not  understand  its  aims 

and  objectives.  The  system  will  fail  if  it  is  not  actively  supported  at  the  ,, 

highest  organisational  level.  Finally,  how  does  one  ensure  that  the  system 

vill  remain  effective,  in  the  long  term?  p 

Within  the  Australian  Army  in  two  separate  major  reviews,  these  issues 
have  been  recently  addressed.  During  1976/78  a  Project  Team  studied  the 
"Confidential  Report  -  Other  Ranks"  and  proposed  a  new  system  of  evaluation  for 
soldiers.  ^  The  implementation  of  this  system  is  almost  complete.  During 
1979/80  the  Officer  Evaluation  Study  Team  was  tasked  to  research  and  recommend 
a  system  of  evaluation  for  Officers. ^  While  it  will  be  approximately  two  years 
before  this  system  is  fully  implemented,  the  new  reporting  document  and  other 
supporting  sub-systems  will  be  in  service  by  July  1981.  While  there  is  much  : 

that  is  similar  in  these  two  personnel  solutions,  there  are  some  significant 
differences  both  in  approach  and  in  the  elements  of  each  proposal.  It  is  i  ; 

intended  to  discuss  these  in  relation  to  the  issues  raised  above,  in  particular  | 

emphasising  similarities  and  differences  between  the  two  projects.  \ 


AIM 


The  aim  of  this  paper  is  to  outline  and  discuss  recent  Australian  Army 
experiences  in  the  design  and  implementation  of  personnel  evaluation  systems. 

In  particular  the  paper  will  deal  with: 

a.  the  reasons  for  and  structure  of  the  reviews. 

b.  the  aims  of  evaluation. 

c.  approaches  taken. 

d.  open  or  closed  system. 

e.  forau  of  assessment. 

f.  selection  and  use  of  rating  scales. 

g.  reliability  and  validity. 

h.  proposed  systems. 

^ »  long  tem  rnffectivn—* 


A  bibliography  is  attached  along  with  copies  of  the  two  reporting 
instruments  developed  for  introduction  into  service  (Annexes  A,  B  and  C). 


REASONS  FOR  AND  STRUCTURE  OP  THE  REVIEWS 


Each  review  team  was  assembled  for  different  reasons  but  the  overall 
structure  of  each  review  was  similar. 

Soldier  Review 

The  existing  system  of  evaluation  of  soldiers  had  suffered  from  what 
Brumback  (1972)  complained  of:  he  had  "seen  too  many  armchaired  appraisal  forms." 
Several  times  the  basic  appraisal  document  had  been  changed  without  any 
accompanying  overall  review  of  the  requirements  for  the  evaluation  of  the  soldier. 
The  roles  of  evaluation  were  not  definitive  and  there  was  evidence  of  a  lack 
of  confidence  in  the  system,  perhaps  brought  about  by  the  implementation  of 
rapid  uncoordinated  change.  The  soldier  review  was  designed  to  right  this 
situation  by  taking  both  a  broad  and  conq>rehensive  approach  in  examining  and 
implementing  an  agreed  policy  with  respect  to  the  appraisal^  of  soldiers. 

The  project  team  consisted  of  two  officers,  one,  a  general  service  officer 
and  the  other  a  psychologist.  This  team  worked  to  two  project  managers, 
one  from  the  1  Psychological  Research  Unit  and  the  other  from  the  Directorate  of 
Personnel  Employment  (DPE:  the  organisation  responsible  for  the  career  management 
of  soldiers).  The  team's  report  was  forwarded  to  DPE, 

Officer  Review 

In  1978  the  Regular  Officer  Development  Committee  (RODC)  in  bringing 
down  its  report,  recommended  that  the  system  of  officer  evaluation  be  thoroughly 
examined.  It  noted  that  the  basic  reporting  document,  which  had  remained 
virtually  unchanged  for  some  25  years,  did  not  have  a  clearly  defined  objective. 

The  RODC  was  concerned  that  a  system  instituted  in  the  1950 's  may  not  be  meeting 
the  needs  of  today's  service.  For  these  reasons,  along  with  other  reservations 
the  RODC  had  about  the  current  system  of  officer  evaluation**  ,  the  officer 
evaluation  study  was  recommended  and  later  formed,  to  examine  the  requirements 
for  and  to  propose  a  new  officer  evaluation  system.  The  RODC  saw  as  an 
essential  element  to  their  own  proposals  for  officer  development,  the  provision 
of  accurate  and  reliable  information  through  the  officer  evaluation  system. 

Similar  to  the  soldier  review,  the  officer  project  team  consisted  of 
a  general  service  officer  and  an  Army  Psychologist.  For  this  two  man  team,  a 
member  of  the  Directorate  of  Personnel  Plans  (the  policy  Directorate  for  Army 
personnel)  was  principal  manager  but  the  team  was  also  assisted  by  a  member  from 
each  of  the  Directorate  of  Psychology  and  the  Office  of  the  Military  Secretary 
(the  latter  Office  being  the  executive  with  respect  to  officer  career  management). 
The  officers'  team  reported  to  the  Promotion  and  Selection  Committee  which  made 
recommendations  to  the  Chief  of  the  General  Staff. 


AIMS  OF  EVALUATION 


The  two  teams  differed  in  respect  of  the  aims  of  evaluation. 

Soldier  Review 

Part  of  the  soldier  team's  task  was  to  determine  the  roles  that  the 
revised  reporting  form  should  take.  From  a  survey  of  career  managers  and  units 
it  was  determined  that  the  future  roles  of  the  form  should  be  (in  order) : 
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a.  to  assess  promotion  potential. 

1  b.  to  identify  strengths  and  weaknesses. 

c.  to  provide  performance  feedback. 

d.  to  determine  training  and  development  needs  to  prepare  for 
future  assignments  (see  A26A  Policy  Report,  1977,  Vol  1,  page 
28,  paragraph  27). 

Policy  guidance  was  then  requested  from  DPE,  after  the  team  analysed 
these  roles  more  fully,  to  specify  what  the  roles  would  be. 

Officer  Review 


The  officer's  project  differed  in  that  the  Terms  of  Reference  (see 
Officer  Evaluation  Study  Team  Final  Report  1980,  pages  iii  -  iv,  para  2) 
clearly  stated  the  agreed  purposes  of  officer  evaluation.  In  summary  the 
officer  evaluation  system  devised  by  the  team  should  meet  the  purposes  of : 

a.  identifying  potential  for  promotion  and  employment. 

b.  providing  information  to  guide  individual  officer  development 
through  career  planning. 

c.  improving  individual  performance. 

Discussion 


The  essential  starting  point  in  the  design  of  an  evaluation  system  is 
the  specification  of  the  aims  of  the  system.  It  is  not  possible  to  proceed 
with  the  design  of  the  system  until  these  aims  are  specified.  Further  it  is  not 
up  to  the  system  designers  to  determine  these  aims :  they  should  be  endorsed  or 
formulated  at  the  highest  user  level.  Once  specified,  the  system  designers 
can  proceed  in  that  these  critical  parameters  can  be  used  to  assess  any  existing 
system  and/or  to  provide  benchmarks  for  the  proposed  system.  The  officer  team 
had  a  more  clearly  defined  task  in  this  respect,  not  having  to  postulate  future 
roles  or  objectives  and  the  seeking  of  policy  guidance.  Recent  New  Zealand 
research  (see  CAPT  D.A.  Richards'  DPU  Research  Report  No  10/80  dated  November 
1980,  paragraphs  110  to  113)  which  is  an  evaluation  of  the  current  officer 
appraisal  form,  consisted  of  a  two  stage  research  design.  The  first  stage 
was  "determining  objectives",  which  resulted  in  the  ratification  at  the  highest 
level,  of  the  objectives  of  officer  appraisal  in  the  New  Zealand  Forces. 


DEVELOPING  THE  EVALUATION  SYSTEMS  -  APPROACHES  TAKEN 


Differences 


There  were  two  significant  differences  in  the  approaches  taken  by  the 
project  teams.  The  first  related  directly  to  the  specification  of  the  roles 
of  the  evaluative  processes.  The  soldiers  team  was  required  to  devote  a 
significant  amotmt  of  time  researching  what  the  roles  of  the  present  form  were, 
as  well  as  investigating  the  future  roles  of  the  form.  This  involved  an 
extensive  survey  amongst  the  users  of  the  current  system.  The  team  had  then 
to  present  these  findings  with  recommondntlonn ,  before  (loiuiiietit  dehiyii  imiM  be 
fully  developed.  In  the  officer  review  the  purposes  of  officer  evaluation  had 
already  been  given  policy  endorsement  and  thus  the  team  was  able  to  directly 
consider  how  best  to  satisfy  these  agreed  purposes.  The  second  major  difference 
in  approach  came  from  the  fact  that  the  officer  system  had  been  very  stable  over 


a  long  period  of  time,  while  the  soldier  report  had  undergone  a  number  of 
radical  changes.  This  allowed  the  officer  project  team  to  base  some  of  its 
recommendations  on  the  results  of  empirical  analyses  of  the  current  system:  a 
stable  data  base  existed.  In  the  soldier  review  the  importance  of  empirical 
studies  was  recognised  but  these  were  only  possible  after  implementation  of  a 
proposed  evaluative  system. 

Similarities 

There  was  much  that  was  similar  in  the  two  approaches.  Clearly  the 
officer  study  benefited  from  the  preceding  work  of  the  soldier  study.  The 
teams  both  viewed  the  opinions  and  attitudes  of  the  current  users  of  the  system 
as  important.  The  soldier  review  conducted  both  written  and  verbal  surveys 
of  the  users  (see  AAF  A26A  Project  Team  Policy  Report,  Volume  1,  Chapter  1, 
paragraph  5  and  Chapters  3  and  4) .  The  officer  review  held  discussions  with 
a  large  number  of  users  (see  Officer  Evaluation  Study  Team  Final  Report,  Annex  C, 
paragraphs  8,  10  and  11)  and  towards  the  end  of  the  study  conducted  a  survey  of 
users  as  part  of  the  piloting  of  a  prototype  version  of  the  reporting  form  (see 
Officer  Evaluation  Study  Team  Final  Report,  Annex  E,  paragraphs  22  to  33). 
Discussions  and  surveys  for  both  project  teams  canvassed  opinion  widely  within 
the  Army  at  the  face-to-face  and  career  management  levels.  Individual 
submissions  were  invited. 

Each  team  carried  out  extensive  literature  surveys.  As  anyone  with 
only  a  cursory  knowledge  of  the  literature  would  appreciate,  the  number  of 
technical  and  non  technical  papers  on  personnel  evaluation  is  enormous. 

Evaluative  systems  employed  by  other  Australian  and  Overseas  services  were 
examined  along  with  studies  related  to  the  technical  assessment  of  the  schemes 
(eg.  reports  by  the  Canadian  Armed  Forces  Applied  Psychology  Research  Unit  and 
the  New  Zealand  Defence  Force  Psychological  Research  Unit  were  assessed) .  The 
two  teams  also  examined  trends  in  Australian  Industry  by  attending  a  Performance 
Appraisal  Workshop  in  Melbourne  (at  Monash  University  attended  by  some  30 
industry  representatives)  and  visiting  some  large  private  organisations. 

Discussion 

Both  project  teams  were  aware  that  the  success  of  an  evaluation  system 
was  dependent  to  a  large  extent  on  the  level  of  confidence  and  support  it 
received  within  the  organisation  it  was  to  be  used  in.  This  belief  lead  the 
teams  to  publicise  their  activities  as  widely  as  possible  within  the  Army  and 
to  take  into  account  the  views  submitted  by  any  user.  This  open,  public  stance 
it  was  hoped  would  engender  a  degree  of  acceptance  by  these  same  users,  whether 
they  had  made  individual  submissions  or  not,  when  the  team  formalised  its 
proposals.  While  both  teams  appreciated  their  responsibilities  in  the 
application  of  technical  psychological  principals  of  personnel  appraisal  (eg. 
maximising  reliability,  establishing  validity)  the  acceptance  and  confidence  of 
the  users  was  of  primary  and  critical  importance.  Every  effort  was  made  to 
secure  this  type  of  support. 


OPEN  OR  CLOSED  SYSTEM 


Traditionally  the  Australian  Army  has  an  open  system  of  personnel 
evaluation.  This  means  that  evaluative  reports  raised  by  the  member's 
Commanding  Officer  are  to  be  sighted  by  and,  if  thought  necessary,  commented 
upon  by  the  subject  member.  Openness  does  not  extend  to  the  reportee  having 
any  right  with  respect  to  a  knowledge  of  the  interpretation  placed  on  these 
reports  by  career  managers  and/or  selection  boards.  For  evaluative  reports  on 
officers,  openness  in  terms  of  sighting  and  being  able  to  comment  upon  evaluative 
reports  by  the  Commanding  Officer  and  Superior  Commanders,  are  specified  in  law. 


in  that  an  Australian  Military  Regulation  outlines  the  procedures  to  be  applied. 
The  traditional  openness  for  soldier  evaluation  probably  came  about  by 
following  the  legal  requirements  for  officer  reporting. 

Openness  in  reporting  is  not  typical  of  the  Australian  Defence  Forces 
however.  Both  the  Air  Force  and  Navy  have  systems  which  are  closed.  The 
reportees  have  no  right  to  sight  the  information  provided  by  the  reporting 
officer,  indeed  this  actively  discouraged.  Following  pressures  by  certain  Law 
Reform  groups  recently,  each  Australian  Service  was  asked  to  justify  its  position 
with  respect  to  this  issue. 

The  RODC  in  addressing  the  matter  summarised  the  opposing  philosophical 
arguments  for  open  and  closed  reporting  in  this  way; 

a.  open  reporting:  "an  individual  has  a  democratic  right  to  be  aware 
of  any  recorded  information  about  him  or  herself.  The  individual 
right  to  know  is  greater  than  any  corporate  right  to  withhold" 

b.  closed  reporting:  "information  on  an  individual  acquired  and 
recorded  by  the  organisation  is  the  property  of  the  organisation... 
(and  therefore) ...  it  need  reveal  to  the  individual  only  so  much 

as  it  deems  necessary"  (see  RODC  Report,  Study  3,  Chapter  2, 
paragraph  2166)  . 

Pending  legislative  changes  through  the  current  consideration  of  a  "Freedom  of 
Information"  Bill  in  the  Australian  Parliament  will,  in  terms  described  above, 
favour  open  reporting. 

From  a  technical  point  of  view  there  is  little  or  no  evidence  of  the 
superiority  of  one  approach  over  the  other.  Usually  the  argument  against  open 
reporting  is  that  the  reporter  will  be  less  frank  and  honest  if  he  knows  that 
the  reportee  will  see  his  comments  .  Closed  reporting  allows  the  reporter  the 
opportunity  to  make  forthright  and  accurate  comments.  The  usual  argument 
against  closed  reporting  is  that  it  inhibits  the  reportee 's  ability  to  develop 
any  degree  of  confidence  in  the  reporting  system  when  he  can  only  guess  at 
what  has  been  reported.  In  open  reporting  the  reportee  knows  exactly  what  the 
assessments  are.  Basically  these  arguments  are  related  to  the  attitude  of 
the  users  of  the  system  and  this  suggested  that  the  best  test  of  the  matter 
would  be  a  survey  of  these  attitudes. 

Both  project  teams  found  very  considerable  support  for  the  open  nature 
of  the  existing  schemes.  This  was  evident  from  reportees,  reporters  and  career 
managers.  Indeed  in  some  negative  comments  received  about  the  existing  personnel 
systems  the  question  was  raised  whether  the  systems  were  open  enough:  during 
the  officer  study  in  particular  (see  Officer  Evaluation  Study  Team  Final  Report 
Annex  C,  paragraph  10)  officers  expressed  a  marked  degree  of  confidence  in  the 
methods  used  to  collect  evaluative  data  but  were  concerned  about  the  secrecy 
surrounding  its  use  by  management.  In  a  survey  of  Lieutenant  Colonels,  the 
RODC  found  the  same  kind  of  reservations  expressed  (see  RODC  Report,  1978,  Study 
3,  Chapter  2,  paragraph  2168).  In  summary,  the  officer  and  soldier  project 
teams  found  support  within  the  Army  for  open  reporting. 

If  one  accepts  the  argument  that  open  reporting  produces  assessments 
that  are  more  favourable  than  they  should  be,  then  it  would  be  expected  that 
open  reporting  would  tend  to  be  inflationary  (i.e.  worsening  massive  leniency 
to  the  extent  that  no  effective  discrimination  occurs;  all  ratings  cluster  at 
the  top  end  of  the  scale) .  The  officer  team  (see  Officer  Evaluation  Study 
Team  Final  Report,  1980,  Annex  D,  paragraph  34)  by  statistically  comparing  the 
distributions  of  scores  on  the  officer's  report  between  1961  to  1977  was  able 
to  confirm  that  the  Australian  Officer  Report  was  free  of  inflationary  shift 
during  this  period.  This  empirical  evidence  supported  the  concept  of  open 
reporting. 
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In  sununary,  both  teams  favoured  open  reporting.  As  has  been  described 
the  Australian  Army  had  been  "brought  up"  on  open  reporting  in  which  the  users 
of  the  systems  had  expressed  confidence.  There  was  no  technical  evidence  of 
superiority  of  closed  over  open  systems,  or  vice  versa.  As  mentioned  above 
pending  legislative  changes  also  suggested  that  an  open  reporting  system  should 
be  retained. 


FORMS  OF  ASSESSMENT 


The  project  teams  reached  the  view  that  different  mechanisms  of 
assessment  were  required  to  achieve  the  different  purposes  of  evaluation  listed 
earlier  (page  4). 

Soldier  Review 


The  soldier  review  recommended  that  to  satisfactorily  meet  the  aims 
of  soldier  appraisal  two  separate  processes  were  required  isee  AAF  A26A  Project 
Team  Policy  Report  Volume  1,  Oiapter  11).  The  most  important  was  a  potential 
review  which  would  have  the  roles  of: 

a.  assessing  the  soldiers'  suitability  to  be  promoted. 

b.  assessing  an  individual's  suitability  to  fill  various  postings. 

c.  determining  the  developmental  needs  of  the  soldier  to  prepare  for 
future  assignments  (discussed  generally  in  RODC  Report,  Study  3, 
page  2-10,  para  227). 

The  second  process,  which  was  dependent  upon  the  completion  of  a  form, 
was  a  performance  review.  This  allowed  for  the  soldier's  supervisor  to  : 

a.  identify  strengths  and  weaknesses 

b.  to  provide  performance  feedback  to  the  soldier. 


Officer  Review 


Similarly  the  officer  review  reached  the  conclusion  that  all  three  of 
the  agreed  purposes  of  officer  evaluation  could  not  be  achieved  through  the 
same  evaluative  means  (see  Officer  Evaluation  Study  Team  Final  Report,  1980, 

Part  3) .  The  first  two  purposes  (the  evaluation  of  potential  and  the  provision 
of  information  to  update  career  plans)  were  achievable  through  the  use  of  an 
appraisal  document  oriented  toward  the  evaluation  of  potential.  However  the 
third  agreed  purpose  (improving  individual  performance)  required  different 
mechanisms.  The  project  team,  unlike  the  soldier  review  team,  did  not  conclude 
that  this  purpose  should  be  dependent  upon  the  completion  of  a  reporting  form 
but  depended  rather  upon  the  application  of  skills  and  techniques  of  the 
supervising  officer  in  order  to  improve  performance.  The  opportunity  for 
choice  and  variety  in  the  application  of  different  techniques  for  different 
subordinates  and  in  different  work  environments  was  great  and  the  introduction 
of  a  reporting  form  into  the  process  would  inhibit  this  opportunity. 

Discussion 


In  determining  that  both  officers  and  soldiers  should  have  a  reporting 
instrument  oriented  towards  potential,  each  team  accepted  that  the  principal 
mechanism  of  evaluation  for  the  Australian  Army  was  a  supervisory  staff  appraisal 
technique  using  a  combination  of  rating  scales,  essay/narrative  descriptions  and 
specific  recommendations.  The  team  also  recognised  that  as  an  element  of  the 
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evaluation  of  potential  the  subject  member  should  provide  a  significant  personal 
input  in  the  form.  In  evaluating  potential ,  career  managers  did  not  base 
their  assessment  on  the  contents  of  a  single  report  document  but  allowance  was 
made,  for; 

a.  other  reports  (earlier  reports  and  reports  generated  from  other 
activities  eg.  course  reports). 

b.  significant  rating  tendencies  of  the  supervisors  (eg.  leniency, 
erratic  rating) . 

c.  the  opinion  of  other  superiors  with  a  knowledge  of  the  member's 
capabilities:  each  form  has  a  reporting  chain  incorporated. 

Each  reporting  document  was  therefore  viewed  simply  as  means  of 
providing  those  responsible  for  career  management  with  a  reliable  and  valid 
data  base  on  each  member,  in  order  that  conclusions  about  potential  could  be 
drawn. 


While  the  decisions  of  the  project  teams  were  different  with  respect 
to  the  other  aims  of  evaluation  (a  performance  review  form  on  the  one  hand,  no 
form  on  the  other)  both  teams  recognised  that  the  success  of  this  element  of 
the  appraisal  scheme  depended  upon  the  provision  of  training  for  the  supervisor 
in  such  things  as,  for  example,  counselling  and  interview  techniques,  the 
provision  of  feedback,  the  setting  of  goals.  The  introduction  of  such  elements 
in  courses  was  recommended. 

Other  forms  of  appraisal  were  examined  by  each  team.  Principal  amongst 
these  was  the  assessment  centre  technique.  In  the  case  of  the  soldier  review 
the  assessment  centre  was  regarded  as  too  much  of  a  refinement  of  the 
evaluation  system  considering  the  requirements  of  soldier  evaluation.  The 
officers'  project  team  appreciated  the  great  promise  shown,  particularly  in  terms 
of  validity,  by  the  assessment  centre  and  recommended  that  a  special  study 
group  be  convened  to  assess  the  feasibility  of  its  introduction  for  officer 
evaluation.  Such  a  study  would  have  to  consider  not  only  the  technical 
parameters  of  the  assessment  centre  but  its  cost-effectiveness. 


SELECTION  AND  USE  OF  RATING  SCALES 


The  project  teams  adopted  significantly  different  procedures  with  respect 
to  rating  scale  construction.  As  was  indicated  earlier  in  the  paper,  this  was 
to  some  extent  due  to  the  differences  between  the  existing  evaluation  systems. 

The  soldiers'  team  started  its  rating  scale  design  almost  completely  from  scratch, 
whereas  the  officers'  team  was  able  to  make  some  use  of  the  long  term  data  base 
from  the  existing  officer  appraisal  form. 

Soldier  Review 


The  soldier  team  disregarded  what  scales  were  already  represented  on  the 
appraisal  form  and  used  an  approach  suggested  by  Smith  and  Kendall  (1963).  They 
suggested  that  job  incumbents  and  supervisors  should  be  closely  involved  in  the 
process  of  constructing  the  rating  scales.  An  expert  panel  was  assembled  to 
define  examples  of  effective  and  ineffective  performance,  which  were  judged  to 
be  indicative  of  the  presence  or  absence  of  potential.  These  examples  were 
then  reduced  to  a  limited  number  of  factorial  dimensions.  When  the  small  set  of 
factors  (or  characteristics)  were  defined,  word  descriptions  of  each  scale  point 
were  developed  to  form  behaviourally  anchored  rating  scales  (BARS).  The  set  of 
BARS  scales  developed  in  this  way  were  then  tested  against  other  assembled  expert 
panel  groups.  Feedback  was  also  obtained  on  the  construction,  content  and 
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layout  of  the  scales  as  the  report  form  progressed  through  a  series  of  prototype 
versions  before  the  final  form  was  decided. 

Officer  Study 

The  officer  study,  on  the  other  hand,  took  the  view  that  it  was 
prudent  to  assess  the  set  of  rating  scales  to  be  used  for  officer  evaluation  in 
three  separate  but  related  ways.  These  were: 

a.  to  assess  the  existing  set  of  scales  with  respect  to  current 
literature  findings  in  what  is  loosely  described  as  rating  scale 
"technology". 

b.  to  empirically  evaluate  the  current  set  of  scales  to  determine 
how  they  performed  with  respect  to  certain  desirable  psychometric 
criteria;  and 

c.  to  examine  the  technical  and  non  technical  literature  to  determine 
those  rating  domains  believed  associated  with  officer  potential 
which  were  not  already  assessed  (see  Annex  D  to  the  Officer 
Evaluation  Study  Team  Final  Report,  1980  for  the  detailed  report 
of  these  activities). 

In  general  terms  the  assessment  of  the  current  set  of  rating  scales 
with  respect  to  findings  in  the  literature  led  to  the  conclusion  that  the 
existing  scales  were  technically  sound.  Their  design,  content,  layout  and 
format  were  consistent  with  what  had  been  demonstrated  to  produce  the  most 
reliable  scales.  The  team's  empirical  study  measured  some  psychometric 
characteristics  of  the  existing  reporting  form.  From  the  results  of  distribution¬ 
al  analyses,  factor  analyses  and  reliability  estimates  (Cronbach's  "alpha") 
certain  scales  were  deleted,  others  were  modified  and  the  set  as  a  whole  was 
assessed  as  being  deficient  as  the  rank  of  the  ratee  increased.  The  literature 
survey  along  with  a  consideration  of  RODC  recommendations,  provided  some 
additional  scales  which  the  team  believed  were  essential  for  the  evaluation  of 
officer  potential  but  which  were  not  already  measured  on  the  existing  form. 

The  wording  of  these  new  scales  was  developed  by  the  team  and  subsequently 
modified  on  the  basis  of  feedback  from  the  team's  project  managers  and  a 
representative  sample  of  career  managers  and  experienced  reporting  officers. 

Scale  Characteristics 

While  the  teams'  approaches  appear  to  be  some  distance  apart,  the 
outcome  in  terms  of  the  characteristics  of  the  rating  scales  selected  are  quite 
similar.  They  are  criterion  (rather  than  normative)  behaviourally  anchored 
rating  scales  with  each  scale  having  either  5  or  7  points.  Each  scale  may 
be  accompanied  by  a  comment  by  the  rater.  Both  the  scale  characteristic 
(eg.  Interpersonal  Relations)  and  most  of  the  scale  levels  (points)  are  defined 
in  behavioural  terms.  All  of  these  rating  scale  features  have  been  shown  to 
be  associated  with  maximising  the  reliability  of  the  rating  scale. 


Scoring  of  the  Reports 


Both  teams  developed  scoring  mechanisms  which  served  at  least  two 
purposes.  The  first  was  to  provide  a  global  measure  of  potential  based  on 
the  aggregation  of  ratings.  The  soldier  team  incorporated  a  differential 
weighting  system  between  scales  based  on  expert  panel  assessments  as  to  how 
important  each  was  as  an  indicator  of  potential.  The  officer  team  chose  to 
score  the  scales  without  differential  weighting,  allowing  that  weights  may  be 
derived  empirically  at  some  later  date.  The  soldier  team  calculated  final 


scores  based  on  an  averaging  procedure  which  took  into  account  the  scores 
obtained  on  several  earlier  reports.  The  officer  team  used  a  similar  averaging 
procedure  but  it  involved  the  result  on  only  the  last  two  reports.  The  final 
global  measure  for  the  soldier  report  therefore  is  an  averaged  raw  score.  For 
officers  raw  scores  are  first  transformed  to  T  scores  (Mean  =  50,  Standard 
Deviation  =  10)  for  worn  rank  and  the  global  measure  is  an  averaged  T  score. 

The  second  purpose  of  scoring  was  to  allow  for  the  identification  of  significant 
rater  tendencies  (eg.  harsh,  lenient,  erratic,  and  restricted  range  reporting). 
Each  employed  a  confidence  interval  method  for  comparing  each  rater's  mean 
and  standard  deviation  of  global  scores  to  identify  deviant  tendencies. 

Initially  the  aim  of  the  confidence  interval  tests  is  to  establish  a  data  base, 
over  a  period  of  2  -  3  years,  with  which  to  examine  certain  characteristics  of 
these  rating  tendencies.  There  is  no  suggestion  that  the  global  scores  for 
the  ratees  of  statistically  identified  deviant  raters  will  be  adjusted,  although 
the  averaging  procedure,  referred  to  above,  to  some  extent  has  this  effect. 


RELIABILITY  AND  VALIDITY 


Both  project  teams  addressed  the  reliability  and  validity  of  the 
personnel  evaluation  systems.  The  teams'  views  are  described  and  discussed 
below. 

Soldiers  Review 

The  soldier  team  identified  a  need  for  two  types  of  study.  The 
first  was  described  as  an  "external  validation  study"  which  would  on  the  one 
hand  confirm  the  validity  of  the  promotion  system  by  "cross  validation"  and  on 
the  other,  enable  empirical  weights  to  be  derived  for  each  of  the  factors  used 
to  determine  potential  based  on  predictive  ability.  The  second  study  was 
designed  to  confirm  the  validity,  reliability  and  discriminating  power  of  the 
new  potential  report  form  as  a  measuring  instrument.  Both  of  these  studies 
were  recommended  for  the  mid  ' 80s . 

Officers  Review 

The  officer  team  took  a  more  pragmatic  view  of  these  issues. 

Starting  with  the  definitions  of  reliability  and  validity  as  stated  by  Nunnally 
(1966)^,  the  team  came  to  the  conclusion  that  reliability  and  validity  were  more 
closely  related  in  respect  of  rating  scales.  As  rating  scales  were  usually 
employed  because  there  was  no  satisfactory  alternative  to  subjective  judgement, 
validity  cannot  be  approached  in  the  "usual  way  (which)  involves  examining  the 
power  of  the  ratings  to  predict  an  external  criterion  "(O'Gorman,  1973,  page  1). 
Rather,  rating  scale  validity  was  derived  from  its  reliability:  "if  there  is  a 
high  degree  of  consistency  between  and  among  raters  it  must  be  assumed  that, 
because  of  the  high  reliability,  the  ratings  presumably  are  indicative  of  true 
relative  merit  (validity)"  (Tiffin  and  McCormick,  1970,  page  257).  Based  on 
this  rationale,  it  was  concluded  that  the  multi  trait/multi  method  approach  as 
suggested  by  Campbell  and  Fiske  (1959),  and  applied  by  O'Gorman  (1973)  to  an 
Australian  Army  sample,  was  the  closest  empirically  one  could  get  to  validity. 
For  the  purposes  of  the  design  of  the  reporting  instrument,  in  the  limited  time 
available,  the  team  developed  scales  which  conformed  to  the  factors  the 
literature  indicated  would  maximise  reliability®  and  which  also  satisfied  the 
requirements  of  "face"  validity  (see  Nunnally,  1966,  page  99).  Essentially 
this  latter  requirement  was  that  they  were  judged,  either  from  empirical 
evidence  or  by  collective  "expert"  opinion,  to  be  the  type  of  rating 
characteristics  which  are  associated  with  potential. 
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Discussion 

Both  teams  supported  the  conduct  of  external  validation  studies  of 
the  evaluation  system,  and  the  instruments  employed,  but,  as  can  be  seen  from  the 
preceding  paragraph,  the  officer  team  formed  the  view  that  validation  in  this 
empirical  sense  was  not  possible.  The  key  to  the  issue,  and  this  needs  to 
be  further  examined,  is  the  criterion/criteria  problem.  Is  it  possible  to 
select  a  criterion  (or  criteria)  that  can  be  assumed  to  be  an  accurate  measure 
of  performance  while  at  the  same  time,  being  independent  of  the  system  or 
instruments  for  which  it  is  designed  to  be  used  as  a  criterion?  The  criterion 
problem  is  dealt  with  in  many  organisational  texts  (eg.  see  Dunnette,  1976) 
but  requires  further  study.  At  this  stage  validity  of  the  internal  consistency 
type,  as  is  discussed  in  the  last  section  of  this  paper,  appears  to  be  the 
only  realistic  possibility. 

PROPOSED  SYSTEMS 


Enclosed  as  Annexes  to  this  paper  are  copies  of  the  reports  designed 
to  assess  potential.  These  reports  are  completed  in  part  by  the  incumbent,  a 
close  supervisor  and  other  superiors.  The  reports  are  usually  raised  annually, 
except  in  certain  special  circumstances,  but  not  more  frequently  than  six 
monthly.  As  is  described  earlier  each  report  has  a  scoring  mechanism,  the 
details  of  which  are  not  known  to  the  incumbents  or  reporting  officers, 
designed  to  give  global  indices  of  merit  and  to  enable  the  assessment  of  deviant 
rater  tendencies.  Courses  and/or  instruction  on  reporting  are  proposed  for  all 
reporting  officers. 

For  the  improvement  of  individual  performance,  the  teams  recommended 
the  conduct  of  supervisor  courses  on  counselling  techniques  including 
interviewing,  the  setting  of  goals  and  the  provision  of  feedback.  The  soldier 
team  proposed  a  report  form  to  assist  these  procedures  but  at  this  stage  the 
form  has  not  been  designed.  The  officer  team  supported  the  production  and 
wide  issue  of  a  new  publication  on  officer  career  management,  including  detailed 
sections  on  the  evaluation  system. 

The  teams  made  recommendations  for  the  investigation  and/or  use  of 
alternative  forms  of  assessment.  Tlie  soldier  review  advised  against  the  use 
of  the  assessment  centre  for  soldiers  principally  on  the  basis  of  it  being  too 
much  of  a  refinement  but  also  because  it  is  expensive.  The  officer  review 
linked  together  the  assessment  centre  and  war  gaming  and  simulation  techniques, 
recommending  that  they  be  subjected  to  further  study.  The  soldier  review  made 
recommendations  with  respect  to  the  evaluation  of  soldiers  on  courses  and  the 
completion  of  course  reports. 

Incorporated  in  each  team's  proposed  systems  were  recommendations 
regarding  the  monitoring  of  the  new  reports  into  service.  This  was  basically 
a  feedback  system  which  allowed  for  the  revision  and  refinement  of  the 
reporting  mechanism  shortly  after  introduction  into  service. 

LONG  TERM  EFFECTIVENESS 


As  was  indicated  earlier  some  further  study  is  necessary  with  respect 
to  determining  the  validity  of  each  reporting  system.  In  the  meantime  however, 
empirical  work  has  proceeded  on  the  estimation  of  some  internal  characteristics 
of  the  rating  scales. 
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Soldier  Report  Form 

The  first  full  set  of  data  on  the  newly  introduced  soldier  report  has 
only  recently  become  available  to  the  1  Psychological  Research  Unit.  Some 
preliminary  analyses  have  been  performed.  These  have  taken  the  form  of 
distributional  analyses,  factor  analyses  and  reliability  estimates.  The 
distributional  analyses  have  shown  that  while  each  rating  scale  is  skewed  and 
kurtotic,  discrimination  within  each  scale  is  satisfactory.  The  factor  analyses 
have  revealed  two  significant  factors  of  which  the  first  is  loaded  by  all  but 
two  scales  and  accounts  for  approximately  50%  of  the  variance,  while  the  second 
has  three  scales  loading  on  it  for  approximately  8%  of  the  variance.  The  first 
factor  probably  represents  an  overall  performance  factor  and  measures  the 
effectiveness  of  the  soldier  in  his  job.  The  second  factor  encompasses 
appearance,  fitness  and  to  some  extent  conduct  and  appears  to  represent  what 
might  be  called  "soldierliness".  This  is  fairly  consistent  throughout  each  of 
the  four  rank  groups.  It  is  interesting  to  note  that  when  a  third  factor 
(accounting  for  6  percent  of  the  total  variance)  is  forced  from  the  data  the 
scales  measuring  oral  and  written  communication  load  heavily  on  this  factor  with 
moderate  loadings  by  the  scales  measuring  commonsense  and  organisational/ 
administrative  ability.  The  reliability  estimate  (Cronbach's  Alpha)  for  the 
full  scale  set  is  of  the  order  .91.  These  results  are  only  preliminary  at 
this  stage. 

Officer  Report  Form 

As  was  indicated  earlier,  empirical  analyses  significantly  contributed 
to  the  development  of  the  new  reporting  document  for  officers.  Factor  analyses, 
by  rank,  revealed  a  large  general  factor  accounting  for  the  bulk  of  the  common 
variance,  but  also  that  as  rank  increased  fewer  scales  contributed  to  the 
specification  of  the  factors.  Estimates  of  Cronbach's  "alpha"  showed  a  full  scale 
reliability  of  about  .86,  but  demonstrated,  more  significantly,  that  relatively 
few  scales  were  necessary  to  maximise  reliability  at  the  higher  rank  levels. 

For  LTCOLs,  apart  from  the  Global  rating,  the  combination  of  only  four  out  of  ten 
scales  produced  maximum  reliability.  These  were  Judgement,  Quickness  of 
Apprehension,  Ability  to  Speak  and  Paperwork.  This  evidence  supported  the  develop 
ment  of  three  additional  new  scales  to  assess  Majors  and  above.  These  new  scales 
are  Adaptability,  Foresight  and  Analytical  Skill,  as  well  as  a  new  3  point  global 
scale.  Promotion  Potential.  In  the  long  term,  these  scales  and  the  others  on 
the  reporting  document  will  be  tested  empirically.  The  first  set  of  data  will 
be  available  for  this  purpose  in  July  1982. 


CONCLUSION 


The  purpose  of  this  paper  has  been  to  present  and  discuss  the 
experiences  of  the  Australian  Army  recently  in  the  design  and  implementation  of 
two  personnel  evaluation  systems.  Both  have  lead  to  the  introduction  of  a 
system  of  evaluation  that  has  been  a  consistent  application  of  the  findings  from 
psychological  and  managerial  literature.  While  the  question  of  system  validation 
still  requires  some  further  consideration,  it  is  interesting  to  note  technical 
papers  published  after  these  studies  (eg.  see  Norton  et  al,  1980,  pages  184  -  187) 
have  offered  as  prescriptions  of  the  idealized  "sound  rating  system",  suggestions 
remarkably  similar  to  the  decisions  taken  in  the  conduct  of  these  two  projects. 

Although  analysis  of  both  appraisal  forms  is  not  complete  they  appear 
to  be  capable  of  meeting  their  objectives  and  providing  a  reliable  and  valid 
personnel  evaluation  system  for  the  Australian  Army. 
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NOTES 


1.  The  project  team  set  out  the  policy  with  respect  to  its  proposals  in  a 
two  volume  paper  entitled  "AAF  A26A  Project  Team  Policy  Report  -  1977",  After 
this  policy  was  endorsed  the  mechanics  of  the  system  were  developed  during 
1977/78  leading  the  production  and  introduction  into  service  of  a  new  reporting 
document . 

2.  The  project  team  set  out  its  proposals  in  its  report  entitled  "Officer 
Evaluation  Study  Team  Final  Report  June  1980".  Some  minor  elements  of  detail 
were  determined  after  the  production  of  this  report,  however  the  new  system 
will  be  operational  from  July  1981. 

3.  The  terms  "evaluation",  "assessment"  and  "appraisal"  are  used 
interchangeably  throughout  this  paper. 

4.  These  are  listed  in  para  105  of  Study  3  ("Career  Management")  of  the 
RODC  Report  (1978).  In  summary  the  reservations  about  the  current  officer 
evaluation  system  were: 

a.  lack  of  discrimination:  while  the  officers  at  the  extremes  were 
readily  identified,  the  current  system  was  less  discriminating 
in  the  centre. 

b.  situational  factors:  comparison  between  officers  was  hindered 
by  the  lack  of  information  regarding  the  different  environments 
and  conditions  in  which  officers  worked. 

c.  training:  both  reporting  officers  and  career  managers  were 
inadequately  trained. 

d.  potential :  the  present  system  did  not  adequately  identify 
potential  for  promotion  and  employment. 

e.  integration :  insufficient  integration  between  counselling  and 
assessment  in  the  current  system. 

f.  secrecy;  there  was  some  lack  of  confidence  in  the  present  system 
because  of  the  level  of  secrecy  with  respect  to  the  compilation 
and  handling  of  assessment  reports. 

g.  feedback:  the  inadequate  feedback  to  the  officer  on  the  results 
of  the  assessment  process. 

5.  Nunnally  (1966)  gives  the  following  definitions: 

a.  Reliability:  of  a  measuring  instrument  is  the  extent  to  which 
the  instrument  is  free  from  error.  Without  specifying  what  the 
instrument  is  measuring  the  reliability  is  a  gauge  of  its 
measuring  accuracy  (see  page  172,  Nunnally,  1966). 

b.  Validity:  of  an  instrument  relates  to  the  usefulness  of  the  thing 
that  is  measured.  In  personnel  appraisal  validity  refers  to 

the  extent  to  which  the  scores  derived  from  the  reporting 
instrument  actually  reflect  true  merit  of  the  ratee  (see  page  75, 
Nunnally,  1966) . 

6.  The  officer  study  identified  eight  different  issues  related  to 
maximising  the  reliability  of  rating  scales.  These  were: 


A 
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a.  the  manipulation  of  the  scores  obtained  from  the  rating  process 
(eg,  forced  distribution,  ranking  methods  and  forced  choice 
methods) . 

b.  the  method  and  manner  of  deriving  the  rating  scale  set  (eg.  Smith 
and  Kendall's  (1963)  suggestion  to  involve  incumbents  leading 

to  the  development  of  Behaviourally  Anchored  Rating  Scales). 

c.  the  content  of  the  scale  (eg.  raters  may  make  fewer  errors  by 
having  actual  examples  of  behaviour  to  rate,  rather  than  say, 
personality  characteristics). 

d.  the  length  of  the  scale  (eg.  having  more  scale  points  may 
produce  few  errors) . 

e.  the  training  of  raters. 

f.  the  account  given  to  situational  or  job  variables. 

g.  the  use  of  multiple  ratings. 

h.  the  monitoring  of  rater  biasses. 

The  conclusions  with  respect  to  each  of  these  issues  were  used,  to 
evaluate  the  current  rating  scale  set  and,  as  a  guide  to  developing  new  scales. 


ANNEX  A  TO 
research  note  3/81 


Raasons  for: 

Structure  of: 

Pri««ry  Kim  of 
Evaluation 

Approaches  Taken 


Open/closed  systea 

Fotbs  of  Assessaent 


Rating  Scales 


CoM>arison  of  Various  Features  of  the  Officer  and  Soldier  Review 
of  Personnel  Evaluation  in  the  Australian  Aray 


Soldier  Review 


Officer  Review 


1.  Uncoordinated  and  rapid  change, 
with  no  coaprehenslve  review. 


1.  Two  aan  teaa:  general  service 
officer  and  psychologist. 


1.  To  assess  proaotion  potential. 


1.  No  pre  existing  alas  of 
evaluation. 

2.  No  stable  eapirieal  data 
base  existed. 

3.  Opinions  and  Attitudes  of 
users  widely  canvassed. 

4.  Extensive. literature  surveys. 

5.  Other  forces  scheaes  exaained. 

6.  Australian  Industries  scheaes 
exaained. 


1.  Traditionally  Aray  has  open 
systea. 

2.  Navy  and  Air  Force  both 
closed. 

3.  Legislative  changes  pending 
favour  open  systea. 


1.  Fora  required  for  review  of 
future  potential. 

2.  Potential  assessaent  based 
on  aultlple  reports  and 
assessaent . 

3.  Perfomance  Review  fora 
needed. 

4.  Training  recoaaended  In 
providing  feedback,  setting  goals, 
interviewing. 

5.  Assessaent  Centre  advised 
against . 


1.  No  broad,  coaprehenslve  review  in 
2S  years. 


1.  Two  Ban  teaa:  general  service 
officer  and  psychologist. 


1.  To  assess  potential  for  proaotion 
and  eaployaent. 


1.  Alas  of  evaluation  already  agreed 


2.  2S  years  worth  of  stable  data. 
Eq>irical  study  eaployed. 

3.  Opinions  and  Attitudes  of  users 
widely  canvassed. 

4.  Extensive  literature  surveys. 

5.  Other  forces  scheaes  exaained. 

6.  Australian  Industries  visited  and 
scheaes  exaained. 


1.  Officer  systea  open  by  ailitary 
regulation. 

2.  Navy  and  Air  Force  both  closed. 


3.  Legislative  changes  pending 
favour  open  systea. 


1.  Fora  required  for  review  of 
future  potential. 

2.  Potential  assessaent  based  on 
Biultiple  reports  and  assessaent. 


3.  No  fora  necessary  to  provide 
perforaance  is^roveaent. 

4.  Training  recosawnded  in 
providing  feedback,  setting  goals, 
interviewing. 

5.  Assessaent  Centre,  War  Gaaing 
and  Siaulation  need  further  study. 


1.  Applied  Saith  and  Kendall 
(1963)  Technique  to  develop 
BARS  scales. 


2.  Developed  criterion  scales 
with  5  or  7  points. 

3.  Scoring  aechanlaa  to 

a.  provide  global  aeaaure, 
baaed  on  raw  score. 

b.  identify  deviant  raters. 


la.  Eapirically  tested  existing 
scales : 

distributions 
factor  analyses 
reliability  estiaates. 

lb.  Assessed  scales  in  teras  of 
rating  scale  technology:  what 
aaxiiUsas  reliability. 

lc.  Used  literature  survey  to 
develop  additional  scales. 

2.  Developed  criterion  scales 
with  S  or  7  points. 

.3.  Scoring  aechanlaa  to 

a.  provide  global  aaasure, 
baaed  on  T  score. 

b.  identify  deviant  raters. 


Rating  Scalas  (cont) 


Probability  and 
Validity 


Soldlar  Ravlaw 


Offlcar  Ravlaw 


4.  Global  acora  an  Intra 
seala  raport  Halghtad  avaraga 
taking  Into  account  aarllar 
SCO rat . 


1.  Extamal  validation  racowandad. 


2.  Study  of  tbs  raport  Instiuaant 
racoBBsndad. 


4.  Global  score  an  Intra  scale 
raport  unwaightad  avaraga,  taking 
Into  account  aarllar  scores. 


1.  Nultl  tralt/aultl  swthod  aatrlx 
bast  approach.  Validation  naads 
further  study. 

2.  internal  "validation"  possible 
through  analyses  of  distribution, 
factor  analyses  and  reliability 
estinates. 


Long  Ten 
Effectiveness 


1. 


Internal  psychoawtrlc  studies. 


1.  Internal  psychoMtrlc  studies. 
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IN  CONFIDENCE 

any  /««rf  coniplei9d) 

Full  Name . 

IChutnar^  v  Givtn  A/jm«; 

Army  Number . 

Worn  Rar^k... . Corps . 

Cattgory  *  ARA/ARES/RAS 

Carter  Division;  *  GSO/SSO/PSO 

Also  complete  details  on  the  too  of  page  1 1 . 
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For'-'arlv  AAr  A^e 
Rawitud  Jan  ei 


Rsportine  fariod  cnoad  . . . 

flaesgA  tor  Rapon;  *  AN’nuauOTHER  ,'5p«e/ry . — . *  Oc*9f  m  f>9cmt»ty 

GENERAL  INSTRUCTIONS 

1.  This  report  -s  •  moil  important  document.  It  -s  a  vital  romoonrm  of  the  carie»  management  system,  bc-g  i:ie 
principal  source  of  evaluative  data  upon  which  career  decisions  are  PasvO.  The  report  should  tiicrefnre  ne  compi'eo  witn 
scrupulous  honesty  and  care,  so  that  both  the  Army  and  the  inu>y>0ual  obtain  a  compieto.  accurstv  ant)  '«>>r  assessment 

PURPOSE 

2.  THE  PfliMARV  AIM  of  :he  reporting  system  iS  the  IDENTIFICATION  Cr  POTENTIAL  FOR  PROMOTION  AND 
EMPt  OVMENT.  It  must  be  recognised  that  the  evaluation  of  ootential  s  n*'.  baied  on  a  s>-inle  reuoit  ot  opinion.  C!e-"v 
this  repot  t,  oe  nrj  tfir  aiest.  i|  most  imooriant.  However,  't  wiM  be  Are.gntC  «n  the  con\a*i  of  prev  nus  reports  and  otner  uata 
•n  erriving  at  an  •valuation  of  potential 

3  THE  oCCO'nOAKY  Ar4  of  :ra  syste.m  'S  TQ  ASSIST  iM  CARF.5^  “'I  /*Nf;iNC  T'^ii  'Cnvri  all.n.i  ’he  ul'i,i.i 
'o  ucdite  career  rctt«v«irn  data  /ej,  •iu^t’UC9*ioni.  prettrencrv  on  «  '-rquiai  tms  and  .tssists  n  ctt'.'  iyr'.c.-i  a**id  deveiocrr.i'’  t 
decisions. 

4.  The  TEffTi.'RY  miM  of  t»»e  evaluation  system  •$  TO  iMPRO'/E  INDIVIDUAL  PEP^CRMANCE.  In  :his  rc'pecl 
the  report  .s  an  imporrant  aid  to  the  ongoing  counseHirsg  process  The  report  should  >ummerti#  performance  and  provoe 
constructive  guideimes  for  future  development. 

• 

COMPLETION 

5.  The  sections  of  thu  leport  are  to  be  completed  as  'oiiovm 

a.  PARTS  1  AND  2  To  te  comoleted  bv  ‘he  ••porred  on,  iFvho  >s  rescansible  'or  the  JCkUracv  cf  ihe 

oata  provided.  These  sections  are  designee  to  ass<st  hfoorting  Ott>rers  ano  to  update  recoids. 

b.  PARTS  3.  4  AND  5.  To  be  completed  by  the  Reporting  Officer 

c  PART  6  To  be  comoleted  m  duplicete  by  the  Sersior  Reporting  Officers  to  allow  for  transmission  to  the 
rated  officer. 

^  The  report  is  to  be  completed  m  blKk  or  blue  pen 

7.  Wher*  this  report  <1  orepered  whilst  or>  active  service  relertrsce  should  be  made  to  current  security  mstrurtions 
before  completion. 

8.  This  document  is  not  to  bo  iocetly  emended  without  bermivsion  from  DODIAOIMS. 


IN  CONFIDENCE 
(Whtn  tny  parf  eon>u>red/ 
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PART  1  -  PERSONAL  DATA 
To  bo  eomotoud  by  tho  offkor  roponod  upon 

9.  Ott«  of  b4fth . ^..^PES . Ytir  Asmitd . 

10.  R*«k;  Subitantiv« . T#mpor«rY . 

Oit*  of  Emotion . 0««  oi  Promotion . 

1 1 .  S<«t« . . . 

If  you  oto  morttod  jnd  you/  spouM  it  o  tofvtng  ARA  membor  lilt  hii/htf  ptrtonAi  dttiili  (number,  rgnk.  nemo, 
potting}. 


12.  FOR  ARAonlv*  ^nOicote  tho  numborond ro/etiontbip  of  tH  Otpondonn  (incfuding  of  cbiidren}. 


quaCifications 

1 3.  Ir>die«t«  quaiificttio/H  tccu/ttely  ->  thit  dtta  it  uitfui  for  ionfi«  Mitction  purpoMi 
Ml  LITAR Y  (inciudo  dotoilt  of  eny  mitiUKV  count  completed  tince  your  (mt  report) 


CIVILIAN.  SiKity  ntre  «nv  Oeqrtf.  Oiploms  or  othtr  pott-Mcondary  qualifications  nald  including  tne  ability 
to  spaak  for«<gn  languagtt. 


COURSES  OF  STUDY.  Sboyv  any  formal  Civil  coursa  of  itudy  you  arc  undertaking  ipontorcJ  or  othcrwuc 
Utt  tfM  tytM  of  couria.  tb«  mstituiion  and  tbc  siagt  you  have  reached. 


FUTURE  STUDY.  List  below  arry  course,  civilian  or  military,  whicfi  you  would  like  to  be  conndcrcd  ^or. 
Include  the  course  title,  the  institution  and  duration. 


FOR  ARES  ONLY 

14.  Current  Home  Address 


.Home  Phone. 


Civilian  Occupation  . . . 

Name  end  Business  Address  of  Employer 


.Business  Fhorse 
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rAKT  3  -  MILITARV  EMPLOYMCNT  DATA 
To  Oo  coffSo^mt  z>r  tf*o  offKtr  fooottoti  uocn 


PRESENT  employment 

1 5.  PrtMnt  Aepomtmtnt . . Oatt  of  A»»umpiioA. 

16.  IMiit  dutifi  did  yog  actually  ptrfo«m  durtng  tha  raportin^  paftod? . 


17.  How  wuuld  you  daicrtba  your  }aAafal  itytl  of  tatitfaction  witn  thit  ampioymtAt  ’ 

Low  □  Modarata  Q  High  Cj  ^Tick  onot 

18.  Haf#  you  may  maka  any  fltoaral  commann  on  your  currant  appomtmont . 


PUTURE  EMPLOYMENT 

1 0.  Hava  you  racaivad  formal  notification  of  your  naat  potting?  (ff  so.  g/va  Ootails) . 

30  Afw  rafarring  to  tha  Caraar  Guidanca  Handbook,  mdicata  balow  your  orffarcnctt  for  tha  typet  of  amploymant 
for  which  you  with  to  ba  eomidared  irt  your  NEXT  pottmg.  A  numbar  of  ampioymant  typat  art  thown  below  To 
thif  lift  you  may  add  ipacific  tmptoymant  typat  not  already  included.  Indicate  your  preferencti  by  placing  trie 
figurat  1 .  2  and  3  batide  your  choices. 

Prateranea  artit'ence 

Commend  .  ARES  Cadre . . . 

Regimentel  .  Staff  (specify . J  . 

Inttfuctlonai  . .  . . . .* . 

Repratantational  . .  . . . . . . . . . . . 

31.  Aa  your  next  posting,  specify  eny  particular  eppointmant  for  which  you  wish  to  be  conaidared......^ . . 


23.  Utt  balow  your  prafarances.  m  order,  for  the  geographical  location  in  which  you  prefer  to  tarve  rwxt. 

'  1 . .  2 . .  3 . 

23.  Detail  any  locality  in  which  you  DO  NOT  with  to  larva . . . . . . . . . 


2a.  Specify  balow  any  matters  of  a  parsonaf  or  domestic  rtatura  feff.  femily,  meOicki.  housing  or  eOucotion  noeOsi  winch 
should  ba  cnnsidartd  in  relatiorr  to  your  next  potting. 


2$.  Listed  balow  are  tome  officer  appointments  for  which  the  MS  withes  to  establish  the  volunteer  stitut  of  every 
officer.  Circle  any  of  those  for  which  you  wish  to  volunteer. 


UN 


PNG 
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PART  3  >  assessments  -  ALL  OFFICERS 
*  To  b§  comp/oua  l>V  ttf  Reporting  Officer  for  •//  rv^kt 


26>  For  how  many  montht  of  th«  yaar  unctar  raviaw  hat  this  officar  baan  larving  undar  you? . 

27-  How  long  hava  you  known  tha  officar  partonaHy?. . 

28.  Doai  this  officar  maintain  tha  raquirad  standard  of  physical  fitness?  Yet  ED  No  O  fTkk  onti 

Data  Qualifiad.... .  Catagory . 

Commantt . . . . . . . . 

Dots  this  officer  maintain  an  appropriata  star>dard  of  dreu  and  bearing?  Yea  No  Q  (Tick  onoi 

29.  Oo  you  ataass  tha  appointment  held  by  tha  officer  at  CLEARLY  MORE  DEMANDING  than  that  normally  held 

by  an  officar  of  his  or  her  worn  rank?  Yatn  No  PI  (Tick  one) 

If  tha  appointmant  is  claarly  mora  demanding  specify  biT^  the  pnneipat  faefort  which  make  it  to: 


30. 


31. 


Indicate  (>/)  below  tha  method^  or  mathodt.  employed  to  improve  the  officers  performance: 

a.  goal  setting  d.  raising  ar>d  discussing  trial  reports 

b.  oourttellirtg  interviews  a.  Other  (tpoafyl.. 

c  informal  feedback 


□ 

□ 


In  this  section  you  are  asked  to  assess  the  officer's  performance  in  hts  or  her  worn  rank  in  terms  of  the  10 
characteristics  below.  You  should  attempt  to  bate  your  ratings  of  the  officer  on  demonstrated  behaviours  you  have 
observed  or  hava  direct  evidence  of  and  NOT  on  your  personal  fttiir>gs  toward  the  oHieer. 


Your  task  is  to  rata  each  charaettfistic  at  tndtpendantly  as  you  can. 

FIRST  Read  tha  titta  of  the  charecteristic  and  tha  fiw  words,  in  brackets,  which  describe  it. 


SECOND  Read  ALL  tha  phrases  which  describe  different  levels  of  the  characteristic. 

THIRD  Choose  the  statement  which  best  describes  tne  officer  and  place  a  tick  m  the  rating  column  to 
'rsdicatt  this  choice.  For  tome  ctiaracttrsiics  a  letter  S’  appears.  A  tick  beside  the  'S’  means  that 
while  the  officer  iS  test  described  by  the  adiacer>t  group  of  wr>roi.  the  actual  rating  you  prefer  to 
maka  is  more  eatreme  than  these  words  suggest. 

FOURTH  Use  the  ’Comments'  section  to  taiMein  or  clarify  a  rating  or  to  comment  when  it  is  your 
opinion  that  a  rating  is  not  ivflibte  for  that  particular  eharactaristie.  A  comment  should  usually 
be  made  in  ail  cases  where  the  top  or  bottom  line  is  ticked  for  any  cherecteristic. 

FIFTH  frocted  to  tha  neat  eheraettristic  end  give  it  INDEPENDENT  CONSIDERATION  es  outlined  in 
the  steps  above. 

READ  AND  CONSIDER  EACH  STATEMENT  BEFORE  YOU  MAKE  YOUR 
CHOICE  UNDER  EACH  CHARACTERISTIC 


CHftRACTtRISTIC  I  LEVtLS 

INTtMJT  I 


rcensfdrr  me 
/nrernr  wid 

MohvtOkv 
mvertfcer.  Lewr 
of  OnomiedfO  mev 
a/%er  Me  preWnff 


Car<i«i  o«n  CuuM  wirh  litti*  entiweiarm 
Tiket  4  normal  amount  of  •meroat  m 
nii/hff  Dvork 

If  moroueniy  imeretted  m  iNtPiar  work 


OUlCKNfSSOP 

APPftCHCNSlON 


(CoMfdot  new 
madi/y  Me  offictr 


Not  ouite  w  feti  m  mo«  follow  ohieen 


moeniof  of  a 
eoettron  or 


As  Otfwk  to  pom  0  point  as  mow 
follow  off<ort 


RATING 


- s 


.si 


.$ 


COMMENTS 


appriTKrwa 

ofuenoni 


Vary  ou«ck  nn  Mo  uptoko 
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CHARACTeWlSTIC 


AiOOtMtNT 

tCottttOar  th0 
d$trn  10  iWMA 


LEVELS 


Com«t«At>v  iftufMl 

Caa  M  rMiatf  udm 


Oteaiomsft 
fywrfatitf  ca<*  b» 
f9il0du0oni 


A0t  to  owonoofc  Ml  impertoAt  taeter 
rath*  oftan 

Jwfl>aiwaw  fouity  oaoatiaa;  fS^tcifyt 


AfTIMTiOM  TO 
OCTAIt 


/QniWIrfA# 
•Mear'f 
atiwt<oA  to 
AMaif  M  /otaMA 
MMT*/ 


Apt  CO  ba  anoreoAearaab  daiaii 
lAclUiad  to  oay  too  iictia  anantiOA 
(oAataM 

Gao  •anarailv  ba  troatari  to  catiaidaf  all 
tba  fOtoMm  oacaiit 


Maat  raliaWa  io  atiamioii  to  talaom  tfaiillt 


WAITTEN  bfOAK 
fCtmtOt*  Apm 
«oP  rA«  otfktf 
H00dlm  wriU00 
aaocaMMA/ 


Mrlttan  work  la  aaproaAiM 
aooetta  and  to  tna  ooim 

Tha  ottlear  a  iwntan  aaotaaaion 
bpoad 


Writtan  «««rk  ia  adaooata 

Tbara  ara  ocaaaieoai  ooAi^learti  lapaaa 
/atcnar  ui  <t4*itv  O'  9*pm»tot*i  m 
otTHtanwork 

Tfrittan  «wof  k  •  boiow  aecaotabia 
taandanh 


AAILITY  TO  SFEAK 
(Conttdtr  'low 
convinciny^y  rba 
af^icar  can  ortHy 
eonMMn«cata 
<obn  to  otooai 


Haa«raotdiHiewitvi«ioratiy  I 

eontmuciMtino  •boat 

Oanaral  acanoard  of  orM  communKation 
(f  mM'od  by  oeeaiionai  taoaaa  m  frfaoiivanaaa 

Can  conHngncata  idoaf  witti 
foaaonablt  darity 

If  aWa  to  arpia  a  cMt  wall  and  oaD  Tba 
maanlno  acroaa  • 


Meat  eemlneint  and  affacKva  m 
orallv  oofitmgnicatlnd  idaaa 


HUMAN 

AILATIONS 

/Ci  nudaf  (da 
o^ricar'c  ab(/<ry 


Umitad  akill  and  haadiffieuttv  in 
work  ralailena 


tor  oftocttvo 

Ottmom 

rataeona/ 


Aalataa  wail  witli  moM 

Hiffiiy  rofardad  and  worfca  waff  «wtli 

oaaraand  iMpariora 


MANAQiMfNT  Od 
SUOOAOINATCS 


lOanaiflbf  ma 
otfkor't  oopoeity 


Oaaa  Oitbaat  out  of  awberdlnaiaa 


oot  of  fooiortf 


rkooitawoNfortboofncar  i 


Oota  indiffarant  r«ulta  from  wberdlnotaa 
boeauaa:  ISpmtfyl 


1 


UVELS 

COMMENTS 

SELF  OEViLOFMENT 

iCetutder  the 

it  a  tatf  tttiter:  tetiweiv  taeet  eapertartce 

endceeaetty  for 

imprerwnenf  and 
ertiateement  of 

Appreetetet  any  eppot  tunitiw  for  iflcrMMd 
kMwtedfs  and  axper«enea  and  Oan^itt 
from  tnam 

Uakei  an  effort  to  anfianea  tair 
competanca  tfirowen  leit  imprevamant 

On  the  Mhota  aaeaptt  thtnct  at  they  fan. 
occattenaliy  tafema  apportumtiat  to  tmprova 

Ooas  not  attampi  to  tmprova  and  barely 
learm  from  aioerianca 

OVfNALL  OFINIOM 

ITe  whee  oxieitt  woufd 
yee  wear  the  officer 
w  MMa  urtiter  yew  in 
any  fetwo 

TaM  a  chance 

Happy  to  hava 

Frafar  to  most 

FtiMtoeac 

— 

Hi 

32.  In  thii  ttction  you  ar«  Mfctd  to  provtO*  »  gtnortl  picturt  of  thi  officor.  coneontriting  oarticulorly  on  the  resuiti 
achieetd  and  the  efficiency  of  hit  or  her  pvformanct.  (^*»i  rhe  offieer  tchmvtd  ill  that  you  /)•»«  t$kid?  Htvt  any 
/actors  advtftily  a//aefad  hit  or  h^t  porformoneo  ?  Does  the  officer  haws  the  required  level  of  knowledge  for  the 
ip0OifHrmht?l 


33. 


Can  you  recall  any  activity,  military  or  non-nMlitary.  in  vnhich  this  officer  hat  engaged  during  the  pait  year  outsiae 
Ml  rtormei  duties  and  how  was  it  handled  (eg.  worn.  cotKern.  Mete  effein.  ehildrena  dey.  ttking  unexpected 
reipontitifityf. 
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PART  4  ~  ADDITIONAL  ASSESSMENTS  -  MAJOR  TO  COLONEL 

To  bo  compiotod  by  tho  ftepomog  Officer  for  mombors  in  the  vvorn 
ronk  of  Mojor  ro  Colonel 


34.  In  thit  itcT>on  you  ere  Mked  to  asiett  tne  officer's  performance  m  terms  of  the  four  characteristics  below,  following 
th«  same  steps  indicated  m  paragraph  31.  Comment  is  mandatory  for  Promotion  Potential 

READ  AND  COMStOER  EACH  STATEMENT  BEFORE  VOU  MAKE  A  CHOICE  UNDER  EACH  CHARACTERISTIC 


cHAdACTemsric 


LEVELS 


RATING 


COMMENTS 


AOAPTABUITT 

tCoetiOef  me  off»cef  $ 
0btiHY  to 

WAvriaWy  mponO 


tituetiotm 


ti  both  «er««tiie  and  heaiMe 


Can  aOapt  to  most  new  titueitom  end  o 
fmeraiiv  heiibte  m  mproech  to  orooiemt 


In  MW  MtuetiorM.  usuailv  recogmsai  ihe 
Mid  for  cnenee  bor  et  times  reiti  to  do  to 


Leeks  fieatbiMtv.  orefernrig  to  edkere  to 
nguty  eitablithed  procedure 


PORESlCHT 
fCotwder  tfio 
ef/ieer  I  sOiUtv  ro 
htOv  eoprecijr*  toe 
ooereer  $na 
uqpeer  of  events 
enOiOemeoO  ro 
pMe  obfoetiimlvl 


U  iimtMd-UMieoecitv  to  view  the  broeoer 
corMevc  ebfectiveiv 


Reeeis  to  events  end  rerety  sees  eoove 
preserH  iew< 


AnHeipetes  most  ol  trie  Hkety  orooienn 
esMcietea  with  nia/her  ptens 


Brood  obieetive  vision.  inwpnMHv  tees  the 
wider  impiicetions  of  his/her  piens 


ANAtyTICAL  SKILL 
,  fComtOe*  the 
officer  t  eOihty  to 
pooonty  the  *ey 
efemena  of  e 


Is  eMe  to  (spidiv  identifv  end  sneiyse 
the  key  elements  of  the  most  <emp(e« 
preblemt 

AIM  to  Identify  th#  fssentiei  oerts  et 
moss  ptobiemt 

Cenereity  >s  able  to  leoucee  problem  to 
IIS  key  etemencf 

At  timet,  fails  to  Mtentirv  hey  eiementi 

Leeks  •neivtieei'skiH.  (<nos  solutions 
but  ipnerei  key  eiemtntt 


PROMOTION  POTf NTIAL 
iHow  Oo  yew  rote 

(ftn  offieer't 
porentief  for 
prorrtottoni 


YOU  MUST  comment  ON  THIS  RAt-r/G 


Current  leMi  eopeers  to  be  ceiHna  renti 


Hes  potential  for  higher  renfe  levels 


Hes  the  potentisi  to  proceed  to  the 
higheit  rsna  levets 


B-8 


35. 


PART  5  -  RECOMMENDATIONS 

In  thh  part  you  are  uiked  to  make  rgcommendavorts  on  tta  future,  promotion 
•  erttptoyment  anti  development  of  the  officer 

Whit  is  youf  recommendition  cor>cirnin9  the  fitness  for  promotion  of  this  officer  to  the  next  substentive  ranx 
without  re9ird  to  queiificitiorts,  if  any? 

Not  yet  ready  for  promotion  Q 
Not  recomnsended 
iTtek  appropriate  box) 

If  this  officer  is  rtot  yet  ready  for  promotion,  or  »s  not  recommended,  state  your  reasons. 


Strorsgly  recommended 
Recommended  Q 


3fi.  Indicate  the  degree  to  which  you  would  recommend  the  officer  for  crnpiovment  the  categories  below  with  a 
tick.  You  may  insert  other  categories  you  feel  art  appropriate. 

law  PeffM  Hlfh  OeerM  Met  AM«M»d 


In  what  capedtv  do  you  believe  this  officer  would  best  serve  the  Army? 

In  Peace . . . 

In  Wir . * . 

Detail  the  specific  developmental  needs  of  the  officer.  What  additional  training  or  expei  lencc  is  needed?. 


Do  you  wish  to  make  written 
representations  concerning  this  report? 

Yes  □  N,n  ?77c*  onal 

Inittefs  of  Officer  reported  on  and  date 


ISigffervre  of  Reporune  OffKerl 


IRenk  end  Nor,i^  m  Block  Lerrirn/ 


Dtte. 


Mop0/.7rmtnr  in  Block  Lctitnl 
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PART  6  -  REMARKS  OF  SUPERIOR  REPORTING  OFFICERS 
(fnurt  ctrbon  b^fon  compfxionl 

39.  On  what  basis  do  you  know  tha  officer? 

Frtquent  Contact  Q  Occasional  Contact  Q  Reports  Only  Q  (Tick  onti 

Is  this  report  eortsistent  with  your  impressions? 

Oo  you  have  further  comments? 


Date .  Sijneture . 

Rank  and  Name . 

Appointment . 

,  40.  On  what  basis  do  you  know  the  officer^ 

FrcQuent  Contact  □  Occasional  Contact  Q  Reports  Oniy^^  (Tick  onci 

Is  this  report  consistent  with  your  impressions? 

Oo  you  have  further  comments? 


Date .  Signature. 

•  Rank  and  Name. 

Appointment. 


41.  On  what  basis  do  you  krtow  the  officer? 

Freuuem  Contact  Q  Occasional  Contact  I  1  Reports  Only  fl  (Tick  one) 

Is  this  report  cormstent  with  your  impressions? 

Oo  you  liave  further  comments? 

Oet# .  Signature . . 

Rank  ar>d  Name . 


Appointment 
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IN  CONFIDENCE 
(When  eny  pen  comoietetii 


>WOl«CI 

Rtpertin^  Q<*Ket 


/|i«n«  «nil 


DUPLICATE  OF  SUPERIOR  REPORTING  OFFICERS  COMMENTS  FOR  SIGHTING 
8YTHE  OFFICER  AND  RETURN  TO  MS 


Oa  wh«t  bMti  do  you  knoM«  tho  officer/ 

Frequent  Contect  Q  Oecettonal  Contect  FI 


Reoorn  Only  F"!  {Tick  one! 


If  thii  report  cortpftent  mth  your  impteffiorvi/ 
Oo  you  heve  further  comments/ 


OM. . -  SiBn»ture.„ . - . 

Rer^k  er>d  -Neme . 

Appointment . 

40.  On  what  basis  Jo  you  know  the  ofOcar? 

Frequent  ContactQ  Occasional  Contaa  Q  Reports  Only  □  {Tick  onel 

Is  this  report  eortsistent  «irith  your  imprettiom/ 

Oo  you  have  further  commenu? 


Data. .  Signature. 

Rank  and  Name. 
Appointment. 


41.  On  what  bash  do  you  know  the  officer^ 

Frequent  Contact  Q  Occaiiortai  Contact  O  Reports  Only  O  .  ^Tick  onei 

'  li  this  report  consistent  with  your  impressions? 

Oo  you  have  funher  comments? 

Date . . . .  Signature . 

Rank  and  Name . 

Appointment . . . . 


Signature  of  Reporting  Officer 
Date . . . 

Initials  of  Officer  raportad  on  and  data 


Oo  you  wish  to  make  written 
representaciony  concerning  t/iii  report? 

Ves  Q  — w>D  (Tiek 


IN  CONFIDENCE 
fWfierj  onv  per*  roftt/tieied) 


ANNEX  C  TO 
RESEARCH  NOTE  3/81 


Pn  66 

ronnAriv  AAP  A2eA 

Ravisao  ^«n  '9 

Sloch  NO  7S30-6A-iai-0803 


STA^r^lM-CONflOENCE  (Whtn  compl$tm3l 


CONFIDENTIAL  REPORT  -  SOLDIERS 

NOTES:  1  This  rAport  is  to  DA  comoittfd  in  ACCOfdanc*  with  MPA  Vol  1  Oiipttr  32 


2.  *OAt«tA  whtrt  inapohc«Di«. 


TIHA  HAOrt  •:  AM|yAl/No«tOtlA«i/tAACiAt* 


Oav  1  Momn  [  vx 


tinttft  A^^rivA  tfAfA 


RiDOrtirtA  AoriAd  i 

rA«.  09  f€§  m  < 


unit  COP  NumOAf 
iff^  Leciutti  [ 


SiMAt  Rink  ind  Ditit  < 


TimpiProv*  Rink  ind  Oitit 


Dili  of  Priwioui  SuMt  Rinkt 


Oiy  1  Montn  1  vn»  ’ 


OthA*  CCN  in  Mfiien  OuAfiftAd  [ 
fOf  NAkt  SutNt  promotion  [ 


Timo  M  Worn  Rink 


IMonmt  ' 

,i  i 


PCS  1  Oi»  J  tAAwtn  1  vST 


OitA  of  EMutmini 


If  PCS  T»*»oorirv  : 
OltA  for  RiviOWi  I 


Ply  ;  Montn  ]  Vijf 


Ply  I  Montn  j  vmi 


part:  .  SOLOICRMANAOSMiNTINPOflllUTIONrroA»comofAtAdfryff>AiofdiArrWort*tfon^ 


Nwmsyir  tnd  RA<Ation#i«  of  diRWidinti.  ■ 


2.  ChtfOrirt  -  Cdoeirion 


3.  An  tnon  §nv  omtormi  or  oomoitK  cirewmninm  rihicft  you  ««ovid  itki  to  Oi  ooiwdArAd  m  ruition  to  vogr  mat  ooMingf  vov  w'ln  you  >n»Y 
Mttefi  t  tmii'ifA  tuomm>on.  i 


POSTING  PRCPCRCNCCS.  ftor  up  fo  fhroi  'PptttpmJvnm  yov  «e«/fO  /«*A  re  M  comioiArAtf  for 
L*pm  otpnit  if  roe  ako  no  / 


NOTI.  If  vewconiMMr  vow  ftevAtuitifteitron  for  oMtMf  or  rnomion  vow  thouW  tyomit  iPC  1 


,  AAf  AIM  fformorfy  AAP  4f9S; 


STAFF  -IN-C0NFJD6NCE 


tAKT  3  -  ASSCSSINQ  QFFtCSrS  ACAQAT 


INSTRUCTIONS: 

4.  To  Cm  compJ*t€<i  by  rh*  $«ni<K  oUic9r  'not  norrr'tiiv  be'ow  rh9  rtoH  o*  Mmorf  rwooofibi#  for  clo»* 
fuparvifion  of  rb«  )Otdi«r  m  rtommattd  bv  me  Commanomg  Officer  or  9Qui<t»l9nx) 

b.  The  AisMfin^  Ofiic$r  *»  to  avoid  r:ompanog  the  so'dier  t  p*f*ormeoce  »viTh  tho»*  of  the  'n#tTn>er  * 
PMT)  m  hit  r«nk  and/ECN.  The  tofdier't  performance  it  to  be  evaluated  toielv  on  the  bent  of 
performence  ttenderds  achieved  >n  me  reDortinq  period 

C.  Enter  ratioflt  (  "  »/  "I  *o  boxes  arnl  commentt  should  be  made  in  the  remarks  I'ofumn  d  they  v*ouid 
hetp  explain  the  rating 

d.  If  rio  rating  it  possible  enter  'NX*  m  the  remarks  column  and  state  tne  reasons 


A  soldier  fitting  the  performance  .lescnptior^  ■%  to  be  marked  -n  the  open  box. 
Use  closed  boxes  to  -ndicate  a  marked  iMi  eg.  lesser  iL' 

degree  of  the  description 

Do  NOT  use  a  RED  pen. 

See  oar*  t  Pert  7  ♦«>»  euxseiinet  rot  AtMtsme  off>c«»t 


f*.iri  3  Cont'hoeO  Opposite 


STAFF -IN-CONFIDENCE 


PART  3 


'Cofital 


\  \  COMMENTS  iComfn4nt  on  tr\t  itfnqtm  4na  otu*rvn/  jna  ’octors  0r*4ctrng  io'Oit' t  ioff-ce  ouko^  ma  'apoftmg  oanoa 

R«co<0  o0ft<iO0t<<tn  '/>  untr  actirttM  and  non  any  ouhtt  oa'to'tnaa  otnar  man  nofmany  attoaatao  y>‘tn  tna  oott^n^  , 


t4  Mhat  «mcHov'**«m  do  vog  'oeoofmtna  tAit  m'O**'  to  bo  ^ivon  n«Ht>  '^ra  tO.  f^n  7  ft*an  ) 


IS  Mbot  tri<n«nf4Mv«lopmonf  do  yog  tocommoftd  *or  thatfOidHi'^  f  f.  7  rytan  / 


STAFF-tN^ONFlOCNCC 


:OMIIIUNOIW 


*2.  ^rt  7  rglatt  I 


MO'ir  o^fotm^nc*  VEAV  WELL  W£li,.  AOEOUATELV  * 


APOMOTtON  TO  LANCE  COP^P  AL  '  (*romot<on  o*  tA«*  io<d<t>  to  <*nc«  cotDO'**  '•  •OP'Ovad^tv*  non 


20  PROMOTION  TO  CORPORAL  *  PfomottoA  o(  thia  toiOio^  to  tAo  tuMtantiw«'P'Ovtaion*i/tamoora'v  *  'ank  o<  Coroofai  ’MtKtt  ot'*  oomI 

*»»'»->  □  ,«:*:rr.rw  □  -—«>  □ 


UNSATISFACTORY  PERFORMANCE-  Thu  MMliOf  >a  woaatttfactory  m  A>a  prMPnt  ranktfrtck  <t  aotf  ictw  veur  rmtont  in  p»r»  23) 


ISTO  r«iaoAon«  No 


STAFF  >1N>C0NFI0ENCE 


21  PROMOTION  TO  SERGEANT  ANO  ABOVE  * 

a.  Thia  Mldtor  U  not  rgcomnandod  for  oromottonirrc*  ii»oW>caO)»  sna  %tnta  vour  'OMoni  in  osr»  23l 

b.  Thu  widior  IS  rocommondod  for  promotion  to  <u(>atontiv«/orow«aioflai/t«mporkrv*  ft<oP  oo»i 

SGT  [  ~|  SSGT  {  W02  WOl  |  ] 

NOTES  1 .  Rocommondotiont  ar«  to  ifirtora  ttmo  m  ronk.  qtM)«fictt«ona  and  unit  vacanctoa  ar>d  mould  M  Doiod  on  tha  Commartdtng 
OHtcar's  laMMmant  of  tnt  aoidior't  marit. 

2.  OwModing  uport  ECN.iubatanttv*  SGT  nuy  b*  raeommandod  lor  prornotion  to  SSGT  artd/or  W02.  Thu  raQuiramani  'or 
bom  raeommandationa  u  mandatory  tor  Annual  Raporta. 

3.  A  soldiar  qualiftad  for  tha  naac  auottantivA  rank  and  racommarwlad  for  tamporary  promotion  on  an  Annual  Raoort  null 
net  ba  conaidarad  m  tha  Annual  Promotion  Sar>a». 

4.  Raaiom  m  lupport  of  a  racommandation  tor  tpnporary  oroaowtienal  promotion  ara  id  oa  mciuoad  >n  para  23. 


'AFF-IN-CONFIOENCE 
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$TAFf-iN-CONFlDENCE 

PAMT7  -  CONyiPiWTiAt  FtPQWT  -  tOCQtCWS  (Wl  <01  «»<ST<lUCT<ON5  FOW  COMflET^O^ 


GENERAL 

V  PURPOSE  OF  REPORTING-  Coofid*ntia<  Reports  piev  t  vitei  part  'O  a  soldier  t  career.  Honest  and  accurate 

reports  are  essential,  not  only  to  the  soldier  himself,  out  aiso  >n  the  interests  of  the  Army  as  a  whole. 

2.  ROLES  OF  PR  66.  The  roies  of  the  PR  66  are. 

a.  To  assess  the  soldier's  suitability  to  be  promoted 

b.  To  assess  the  soldier's  suitability  to  fill  venous  positiorts. 

c.  To  determine  the  soldier's  tramiOQ  and  development  needs  to  prepare  the  member  *or  future  promotion 
and  postings. 

3.  SECURlTV.  The  PR  66  is  a  STAFF^lN-CONFlOENCE  document  and  is  to  be  harsdled  m  accordance  with  the 
Security  Manual-  Access  to  the  report  is  to  be  reitncted  to  authorised  personnel  who  are  to  observe  the 
confidentiaiitv  of  the  information  m  the  report. 

4  COPIES.  Units  are  NOT  to  ret*,  r.  a  file  copy  of  the  report 


SUBMirriNO  THE  REPORT 

6.  Reports  are  repuired  as  follows 

a  ANNUAL  REPORTS  See  MPA  Voi  1.  Chapter  32  for  the  completion  arsd  torwardirsg  of  Annual 
Reports. 

b.  PROMOTION  REPORT 

(Yl  When  a  soldier  qualifies  for  substantive  promotion  tp  corporal  and  when  a  Commending  Officer 
approves  promotion  to  corporal  or  lance  corporei 

•  (21  When  a  soldier  >s  recommended  for  the  temporary  'inK  of  sergeant  and  above. 

**  '  c.  SPECIAL  REPORT.  As  required  and  at  any  time  at  the  discretion  of  the  soldier's  Commarsding 

Officer.  CARO  or  Head  of  Corps 

6-  CHANNELS  FOR  SUBMISSION.  Annual  Repons«are  to  be  submitted  to  CARO  vie  Head  of  Corps.  Other  reports 
are  to  be  forwarded  direct  to  CARO  (Annua/  Raports  on  WRAAC  are  to  be  sant  to  the  Sponaor  Corps  ar«J  not 
OWRAACJ 

RESPONSIBILITIES  OF  ASSESSING  OFFICERS 

7  THE  ASSESSING  OFFICER.  The  Assessing  Officer  to  be  nominated  by  the  soldier's  Commandirsg  Officer  (or 
eoufva/entf  The  senior  officer  (not  norma/(y  ba/ow  the  rank  of  inaiorl  responsible  for  close  supervision  of  the 
soldier  should  be  nominated  as  Assessing  Officer.  In  assessing  the  soldier’s  performance  and  making 
recommendations  on  fits  future  emplovment  the  following  points  are  to  be  observed  ^ 

a.  PERFORMANCE.  Ratings  should  be  based  on  the  observed  performance  of  the  soldier  m  the 
reportirsg  period  and  how  often  certain  types  of  performance  occurred  and  their  importence 
The  Assessing  Officer  should  ask  himself  "what  did  the  individual  dof"  NOT  "what  <$  the 
mdividuat  like7"  Performance  m  special  circumnancei  should  be  noted,  but  an  isolated  incident 
mutt  not  overly  influence  the  esiestment.  Reletivtiy  minor  incidents  are  often  mistakenly  given 
undeserved  importertce. 

b.  KEEP  ITEMS  INDEPENDENT  The  fact  that  •  soldier  rates  highly  m  one  activity  does  not  neceuaniy 
mean  that  he  rates  highly  m  ell  dunes.  There  <s  ample  scope  for  bringing  out  good  and  bad  points 

c.  USE  OF  RATING  SCALES.  An  Assessing  Officer  should  not  ludge  the  soldier  on  the  basis  of 
superficial  characteristics  or  how  he  personally  relates  to  the  soldier .  Personal  likes  and  dislikes  are 
not  a  basis  for  objective  and  comistent  assessment. 

3.  OVERALL  RATING 700^  fhe  PR  66J.  The  purpose  of  this  section  n  to  give  an  overall  view  of  the  soldier  s 
DcrformerKe  m  his  present  posting.  The  descriptions  of  these  ratings  are 

a.  WELL  ABOVE  THE  STANDARD  REQUIRED  OF  HIS  RANK  This  rating  n  applicable  to  the  soldier 
who  performs  hii  duties  and  responsibihtits  with  high  distinction.  It  includes  the  soldier  who  makes 
rrseior  contributions  to  ttse  tuootssful  outcome  of  tasks  and  exercises  and  who  'S  constahtly  stnvir^  to 
improve  the  levef  of  his  profesaionatism  He  demonstretes  the  potential  to  advance  at  an  eeceierated 
rate  in  the  Army  The  use  of  this  rating  ts  for  exceotionai  soldiers 


b.  ABOVE  THE 


STAFF-IN-GONFIDENCE 


STAFF-IN  CONFIDENCE 


MAT  7  ;cc>*tai 

8  OVERALL  RATING  iCantOI 

b  ABOVE  THE  STANDARD  REQUIRED  OF  HiS  RANK.  Th/f  rating  applies  tp  rhe  soldier  who 

coniistentiv  performs  to  a  standard  beyond  that  expected  of  his  rank.  He  demonstrates  characteristics 
■nQicating  an  aoiiity  to  fill  positions  of  >natased  responsibility.  He  performs  his  duties  ar)d 
responsibilities  enth  distinction. 

c-  WELL  UP  TO  THE  STANDARD  REQUIRED  OF  HIS  RANK.  This  rattrtg  covers  the  soldier  who 
performs  his  duties  and  retpornibtiities  to  acreptable  standards.  The  member  has  normal  career 
progression  prospects  and  should  advance  at  a  rate  commensurate  with  the  maiority  of  his  peers 

d.  UP  TO  THE  MINIMUM  STANDARD  REQUIRED  OF  HiS  RANK.  The  soldier  given  this  rating  .s 
one  who  performs  his  duties  to  minimal,  accapiaoie  iiarsdaros.  The  rating  iiKludes  the  soldier  who 
must  be  kept  under  scrutiny  ar\d/or  who  rtpuires  tupervision/guidarsce  to  ensure  that  he  completes 
his  duties  to  aceepuble  standerds.  Tha  soidiar  given  this  rating  will  have  imte  prospect  for  advancement 
unleu  there  is  a  significant  improvement  in  hts  performance. 

t.  BELOW  THE  STANDARD  REQUIRED  OF  HIS  RANK.  Thu  rating  refers  to  the  soldier  who  fills 
to  complete  his  duties  to  minimal  aecaptable  sundards  or  whose  performance,  conduct  and  attitude 
ar«  unsatisfactory  The  soldier  is  one  who  fans  to  head  and  act  on  cocHtructiva  gutdarsce  and 
counselling  or  who  ^itis  to  respottd  to  disciplinary  action  This  rating  will  serve  r>otice  on  the  soldier 
tr,4t  unless  he  takes  positive  action  to  improve  his  performance,  he  could  be  the  subfeci  of  a  Special 
Report.  The  Assessing  Officer  is  to  list  reasons  and  factors  ekpiammg  the  sotdier  s  urtsetisfaetory 
Mrvice  «n  para  I  f  of  the  PR  66. 

9.  (S  THE  SOLOfER  REAOV  FOR  PROMOTION  /pere  AR  SSJ^  The  soidier  t  readirmi  for  promotion  >i  revealed 
by  hii  training,  exeericnca  and  the  strengths  and  weaknesses  m  his  performance  especially  the  capacity  to  copa  with 
increased  responsibility. 

10.  RECOMMENDATION  FOR  FUTURE  EMPLOYMENT  /pare  M  p/  AR  gSJ  The  Aueumg  Officer  i|  to  state  the  next 
type  of  employnfstnt  ftrotfo  end  eppornmtenr/  recommended  tor  the  soldier  •rretpective  of  the  soldier  $  preferences 
listed  m  Part  2  of  the  report.  'Remain  m  present  empioymtnt  ’  <i  gersertiiy  not  ar>  adequate  recommendation  The 
posting  recommended  for  the  soldier  should  challenge,  motivate  and  davtioo  tha  soidier  and  contnbutt  to  a 

*  balanced  an  i  progreuive  career  oevefopment. 

11  RECOMMENDATION  FOR  TRAfNfNG/DEVELOPMENT  I'pera  /5df'AR6tf/  The  traming/deveiopment  the 
soldier  requires  to  prtpere  him  for  his  recommtrsdeo  future  Doetmg  should  be  listed  here 


RESPONSIBILITIES  OF  COMMANDING  OFFICERS  (or  equrVafertr/ 

12.  PROMOTION  RECOMMENDATION  The  Commending  Officer  $  epprovei  or  recommendation  fpr  promotion  should 
be  based  on  the  soldier  s  potential  and  reedintu  for  hightr  levels  of  responsibil'ty.  Promotion  should  NOT  be  a 
reward  for  past  good  performance.  In  approving  or  rtcommertding  promotion  the  Commending  Officer  must  ask 
himself  Three  key  Questions: 

a.  Is  there  anything  in  the  soldier's  performance  <n  the  reporting  period  which  indicates 
h«  would  be  a  poor  nsk  if  prorrsoted  to  a  higher  rank? 

b  Has  the  soldier  demonstreted  the  potential  for  increased  responsibility  ’ 

c.  Is  the  soldier  reedy  for  promotion? 

13.  REGULAR  ARMY  SOLDIERS  SERVING  IN  ARMY  RESERVE  UNITS.  The  soldier  s  Army  RtMrve  Commanding 
Officer  IS  CO  comment  or*  the  report  m  per#  23  of  the  PR  66 


THE  SOLDIER 

U  The  soldier  is  to  sight  the  completed  report  and  sign  per#  25  acknowledging  he  hes  done  so. 

15  The  soldier  -t  to  state  if  he  wishes  to  make  a  representation  on  the  report  in  any  submission  on  the  report,  the 
soldier  shouio  state  his  views  and  substannete  them. 

1 6  The  Commarsding  Officer  should  record  hts  viesvs  on  the  soldier  i  lubmimon 


STAFF-IN-CONFIDENCE 


Army  Report 
Army  Report 
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